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Abstract 
The personality of leaders, the degree of satisfaction of the employees, the type of adopted leadership, the professional 
performance of the employees are concepts we frequently meet among the newest papers of the organizational psychology 
domain. In the present paper we unitary approach the relation between the four mentioned concepts on a single sample of 
subjects (managers and employees in retail business). The present study was guided by the following objectives: 1. Identifying 
the type of leader who generates the job satisfaction among his employees; 2. Identifying the relation between facets of 
leadership and personality features of the leader; 3. Correlating the leadership styles with the degree of professional performance.  
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1. Introduction and theoretical perspectives 
The frequent changed that the organizational field confronts with nowadays can the efficiently managed if the 
leaders of such organizations show flexibility and ease in adapting to new situations (Bass et. al., 2003). 
The leaders who are capable of mobilizing the entire team and finding creative solutions to the new market 
requests, to complex problems met by today’s organizations were named by literature transformational leaders 
(Sîntion & Iliescu, 2008). 
The positive influences of leadership over the employees are the ones that motivate them to reach the maximum 
potential for the individual and the organization’s good (Iliescu et al, 2007). 
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A series of scientific studies (Bass et. al., 2003; Avolio, 1999) have emitted and tested the hypothesis according 
to which there is a connection between practicing transformational leadership and the employees’ performance. For 
example, Bass et al. (2003) assert that transformational leadership positively correlates to managerial performance, 
to the performance of employees proposed for accession, to reaching finance objectives of different departments, per 
assemble to positive performance of employees. DeGroot, Kiker & Cross (2000) have conducted a meta-analysis 
confirming the positive correlation, already identified by several studies, between transformational leadership and 
performance. Another interesting fact reported by the previously mentioned authors (DeGroot et al., 2000) is 
connected to the difference between individual performance and the group’s. The same studies report much stronger 
correlations when we refer to the performance measured at the group’s level compared to when we speak of the 
individual performance.  
The new theory of efficient leadership (Iliescu et al., 2007) considers the transactional leadership to be efficient 
when lower performance levels are desired or when the organization confronts with minor changes. In complex 
situations, when the organization passes massive changes or when more than the simple reach of some objectives is 
expected, the transactional leadership model must be completed with the transformational one.  
We can’t speak of leadership and professional performance without taking professional satisfaction into account. 
Professional satisfaction can be defined as an affective positive reaction of the employees, determined by reaching 
the activities’ requests (Vercelino, 2008), a feeling of content felt by the employees as a result of their activity in a 
given organization. A series of previous studies (Templer, 2012; Avolio & Bass, 2004) are cantered on the 
relationship between the work satisfaction and the personality factors of the individual. On the other hand, there are 
few studies cantered on the correlation between the leader’s performance on a sample of managers from the retail 
domain.  
2. Sample  
The research sample consisted of 1272 employees of retail companies in Bucharest, 41% of them being male and 
59%, female. Out of these, a number of 173 participants (50% male and 50% female) occupy leading positions of 
middle and high levels. All employees report at least three months of activity in the company and they are aged 
between 24 and 51 years old (with a mean age of 33). The attendance was facultative and not rewarded. 
3. Procedure 
Data was collected between February and April of 2013. The present study adopts an exploratory design and is 
part of a longitudinal study which started in 2011 and is still being conducted.  
The variables controlled during the study: the organization’s extension, the size of the subordinate team, the 
number of superior hierarchic level, the participation to training programs or personal development related to 
leadership. The subjects included in the present study did not participate during the past two years to any 
professional training programs or personal development related to leadership.  
 The first step of the study consisted in collecting social and demographic data and identifying the level of 
satisfaction (in the case of all employees), followed by evaluation of the personality traits and the type of leadership 
adopted by the participants with leadership functions. Also, data was collected regarding the performance of the 
executive teams.  
The present study was guided by the following objectives: 1. Identifying the type of leader who generates the job 
satisfaction among his employees; 2. Identifying the relation between facets of leadership and personality features of 
the leader; 3. Correlating the leadership styles with the degree of professional performance. 
4. Measures 
 In order to investigate the personality, we used one of the most well-known instrument of scientific literature: 
CPI 260, adapted and validated on the Romanian population (Pitariu et al, 2006). 
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The Multifactor Leadership Questionnaire (MLQ) identifies a series of leadership styles and managerial 
efficiency, from passive-indifferent, too involved and centred on following errors, to the leader to succeed in 
motivating and developing others by preparing them to become leaders themselves (Bass, 1999). 
To investigate the work satisfaction, we used an 87 items questionnaire, distributed on 12 dimensions (Mihalcea, 
2013), adapted for the present study by using only one general, summative note of the 12 dimensions. A previous 
study (Mihalcea, 2013) confirmed reliability indicators of the questionnaire through confirmatory factor analysis 
which demonstrated acceptable fit to the observed covariance matrix for the model: Ȥ 2(3588, N= 979) = 10835.04, 
p < .001, GFI = .92; CFI = .93; RMSEA = .04.  
Also, a series of indicators were collected to measure the efficiency of the leader: yearly professional evaluation, 
fluctuation indicators for each team, absenteeism rate among the subordinates, the number of client’s complaints, the 
mean number of errors registered in a given department, variation of profits over the past two years in the managed 
department.  
5. Results 
The present study was based on the following objectives: 1. Identifying personality profile and the types of leader 
that generates job satisfaction among his employees; 2. identifying the relation between facets of transformational 
and transactional leadership and personality traits of the leaders; 3. Correlating types of leadership with the degree 
of professional performance.  
In order to reach the first objective the mean of satisfaction indicator was measured among the executive 
employees. Thus, for all 173 participants with managing positions the mean satisfaction indicator was settled in 
concern to the employees they are managing. Previously we adopted a model to lead to maximising the main 
variability (Popa, 2010) and implicitly strengthening statistic tests. In this case we compared the first and the last 
40% of the hierarchical participants based on the given variable: mean of job satisfaction among subordinates (see 
Table 1).  
Table 1. Means, standard deviations and T Student reports  – significant  results only  
General level of subordinates’ 
satisfaction 
N Mean 
Std. 
Deviation 
Standard 
T
(Romanian 
Sample) 
t df
Sig. (2-
tailed) 
Effect 
size 
Cohen 
d
Achieved 
Power 
CPI-Do Dominance 
High 69 23.9 4.88 55 
2.95 130 .004 .52 .84 
Low 63 26.1 3.41 59 
CPI –Cs Capacity for Status 
High 69 14.4 3.58 52 
2.62 130 .010 .46 .75 
Low 63 15.8 2.47 55 
CPI-Sa Self acceptance 
High 69 14.2 2.74 50 
2.88 130 .005 .51 .83 
Low 63 15.3 1.47 54 
CPI-In Independence 
High 69 16.1 2.61 54 
3.72 130 .000 .65 .96 
Low 63 17.5 2.53 58 
CPI-Mp Managerial Potential 
High 69 16.4 3.88 55 
2.88 130 .005 .51 .82 
Low 63 18.1 2.76 60 
MLQ - Contingent reward  
High 45 3.6 .34 60 
2.80 85 .006 .55 .87 
Low 42 3.4 .50 56 
MLQ-– Manag. by Exception: 
Passive 
High 45 1.0 .50 45 
3.55 85 .001 .72 .98 
Low 42 .77 .48 39 
MLQ- Laissez faire 
High 45 .59 .55 43 
3.25 85 .002 .69 .98 
Low 42 .26 .25 37 
Error rate of daily activity 
High 36 1.1 .27 -
4.163 64 .000 .98 .99 
Low 30 1.9 1.25 -
At the level of personality profile, the leaders who show task orientation, dominance, ambition, independence, 
self-trust (CPI-260 scales, shown in Table 1) generate a low level of satisfaction among their employees. A 
moderate correlation (Popa, 2008) was identified between the satisfaction level of the employees and the CPI 260 
scales: Independence (r= -0.423, r2=0.18, p<0.01, N=132), Dominance (r= -0.376, r2=0.14, p<0.01, N=132) and one 
of the few positive correlations, Sensitivity (r= 0.387, r2=0.15, p<0.01, N=132). This, from the view of personality 
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profile, the manager who generated professional satisfaction can be characterized by sensitivity to other people’s 
issues, need of affiliation and support, less assertively and reduced control over the activity conducted by 
subordinates.  
As for the leadership style, data confirms significant differences only for part of the MLQ scales, respectively on 
one of the transactional leadership components (Contingent reward) and the ones related to passive avoidant 
behaviour. Thus, the leaders who emphasize contingent reward, clarifying their expectations regarding their 
employees and immediate reward of efficient employees generate a high level of satisfaction among the latter (see 
Table 1). 
Also, the correlation coefficient calculus between the satisfaction level of the subordinates and the types of 
leadership styles adopted by the managers revealed significant values only in the case of Contingent reward 
(r=0.412, r2=0.17, p<0.01, N=102), Management by exception: passive (r=0.489, r2=0.24, p<0.01, N=102), and 
Laissez faire (r=0.436, r2=0.19, p<0.01, N=102),   
In conclusion, at least on the level of our subjects’ sample, transformational leadership is not associated with the 
satisfaction generated among the subordinates. The immediate reward and the liberty given to employees are the 
ones that matter in generating satisfaction.  
Another meaningful aspect resulted by interpreting data is given by the significant difference of the error rate in 
the activity according to the satisfaction level of the subordinates. The employees with a high level of professional 
satisfaction show a lower rate compared to the ones with lower satisfaction level (see Table 1).  
In order to reach the second objective of the present research study, respectively identifying the correlation 
between the transformational and transactional leadership facets and personality traits of the leaders, we engaged 
into calculating the Pearson correlation coefficients using a simple re-sampling technique called bootstrap. Bootstrap 
results are based on 1500 bootstrap samples. 
The results conform and complete the results of previous studies (Iliescu et al., 2007) which attributed CPI 
leadership behaviour to CPI social scales. The transformational leadership components associate with: 1. 
dominance, Intellectual Stimulation (r= 0.43, p<0.01, N=102) and Idealized Behaviours (r= 0.41, p<0.01, N=102), 
2. Sociability [Intellectual Stimulation (r= 0.42, p<0.01, N=102) and Idealized Behaviours (r= 0.47, p<0.01, 
N=102)] and 3. Flexibility [Idealized Behaviours (r= -0.53, p<0.01, N=102)]. 
As opposed to previous studies (Iliescu et al., 2007), on the investigated sample of the present study other 
substantial correlations have been identified of the transformational leadership scales, respectively: a) Empathy 
correlates to Individual Consideration (r= 0.44, p<0.01, N=102) and Idealized Behaviours (r= 0.44, p<0.01, N=102), 
b) Good impression correlates to Individual Consideration (r= 0.49, p<0.01, N=102), c) Achievement via 
conformance correlates to Individual Consideration (r= 0.44, p<0.01, N=102) and Intellectual Stimulation (r= 0.43, 
p<0.01, N=102), d) Achievement via independence correlates to Inspirational Motivation (r= 0.49, p<0.01, N=102). 
The Communality CPI scale is strongly associated to transactional leadership components (r=- 0.42, p<0.01, 
N=102).  
The latter objective of interest for our research study consists of correlating the leadership styles to the 
professional performance degree. The simple re-sampling technique was used to calculate the Pearson correlation 
coefficient. Bootstrap results are based on 1500 bootstrap samples. 
Contrary to our expectations, not all transformational or transactional leadership components are associated to the 
collected performance indicators. Thus, from the transformational leadership constituents, the Idealized Attributes 
scale is positively correlated to the variance of the profitability rate of the subordinated department (r= 0.38, p<0.01, 
N=80) and negatively to the mean number of errors (r= -0.39, p<0.01, N=60). Idealized Behaviours also negatively 
correlates to the mean number of errors (r= -0.43, p<0.01, N=60). Individual consideration positively correlates to 
the variance of the profitability rate (r= 0.41, p<0.01, N=80). 
The transactional leadership components are positively associated to profitability variance (CR r= 0.38, p<0.01, 
N=80) and negatively to the number of complaints registered from external clients (r = -0.52, p<0.01, N=80). 
The Management by Exception scale: Passive is positively associated by personnel fluctuation in the given 
compartment (r= 0.44, p<0.01, N=90) and negatively to the profits variance rate (r= -0.45, p<0.01, N=80). 
The Extra Effort and Effectiveness scales are strongly negatively correlated to personnel fluctuation (r= -0.44, 
p<0.01, N=90, respectively r = -0.52, p<0.01, N=90). 
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Therefore, the presence of transformational and transactional leadership is associated to higher profitability of the 
department and lower number of errors made by the subordinates’ personnel. Contingent reward applied by the 
managers will lead to lower number of complaints of external clients.  
6. Discussions  
Despite the expectations (Mihalcea, 2013) our data have not identified correlations between the transformational 
leadership and work satisfaction, as the latter was mostly associated to transactional leaders who clearly establish 
objectives and immediately give rewards depending on performance. On the other hand, data indicates that 
transformational leadership leads to higher profitability rates both of the department and the company itself.  
The present study confirms and completes a series of conclusions of previous studies (Iliescu et al., 2007) and 
also the association between leadership and other personality treats or between leadership and a series of 
performance indicators. There are few studies that regard the same kind of sample in the study of the relation 
between satisfaction – performance – personality – leadership and that refer to a professional category from 
Romania which is in a continuous expansion, respectively retail managers. 
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